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This thesis investigates the factors that influence the retention intentions of 680 
junior male Army officers who are serving within their initial obligated service. To 
estimate the models, data for this thesis were drawn from responses to the 1999 DoD 
Survey of Active Duty Personnel. The survey includes data on retention intentions of 
service members. Past research has shown that a member’s intention is a good predictor 
of retention behavior. Logistic regression analysis is used to identify demographic, 
tenure, economic, and cognitive characteristics that significantly affect the intention to 
stay or to quit the military and to assess their relative importance. The SAS software 
package is used to analyze the data. 
The model developed for this thesis is successful in identifying several factors 
influencing the retention intentions of junior male Army officers. Eight of the seventeen 
variables included in the model have a significant impact upon retention. Officers’ 
decision to remain on active duty were significantly influenced by the demographic 
characteristics of family status and race; the tenure characteristics of military rank (O3) 
and military life expectation; the economic characteristics of the probability of finding a 
good civilian job, and the cognitive characteristics of satisfaction with military intrinsic 
values, military career advancement opportunities, and military deployment and 
economic life.  
A quadrant analysis of the satisfaction variables is used to indicate areas for 
improvement in order to raise the military’s overall level of job satisfaction. High impact 
candidate areas for improvement were identified: workload, personal time, and 
enjoyment satisfaction. These are excellent candidates for immediate attention since they 
have a considerable impact on overall satisfaction with military life and have substantial 
room for improvement. 
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The overriding objective of the United States Army is to train and retain quality 
personnel, both officer and enlisted, to achieve a more effective fighting force. 
Unfortunately, the US Army has recently been facing critical recruiting and retention 
problems due to the ever-changing factors in the civil and military worlds. For example, 
since the economy of the late 1990s performed remarkably well and unemployment 
remained low, recruiters struggled to attract new personnel. Another complicating factor 
for the All-Volunteer Force (AVF) has been the ever- increasing number of young adults 
seeking a college degree instead of a military career, a trend that further reduced the 
military’s recruiting market. Paradoxically, while the military’s requirement for highly 
educated personnel has increased in direct proportion to the increase in war-fighting 
technology, the number of college-educated recruits has diminished. Consequently, 
recruiting young men and women has become harder than ever before. Owing to these 
factors, the Army has missed its recruiting goal and military personnel planners believe 
that manning the “career force” beyond the first-term in a robust economy has worsened 
military retention and entry-level recruiting.  
When confronting the cause of their manpower retention problems, military 
personnel experts have scrutinized internal factors such as leadership, operational tempo, 
and work hours as well as external factors, such as the military–civilian pay ratio and 
unemployment rate for long-term solutions to the career force-manning problem. [Ref. 
24]   
These experts have focused primarily on the issues of retention and turnover 
because each issue has monetary and non-monetary implications for the military services. 
From a monetary perspective, turnover is expensive. Recruiting, classifying, and training 
replacements cost money. From a non-monetary perspective, excessive turnover also 
results in lost experience, lower productivity, and reduced readiness. Since the military 
does not often allow lateral entry, a decline in retention rates could create a shortage of 
experienced personnel. These shortages could reduce the overall capability of the 
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military, which would lead to a reduced pace of operations. [Ref. 13] Thus sustaining the 
Army at the current levels of operational capability depends on the Army’s ability to 
recruit and to retain qualified personnel.  
Past research shows that many factors, including demographic characteristics, job 
satisfaction, family situation, and job alternatives, affect turnover rates. Manpower 
planners in the services have experimented with many different incentives to improve 
overall retention. Monetary compensation incentives, quality of life improvements, and 
expanded promotion opportunities are among these incentives. Although pecuniary 
factors are quite important for one’s stay/leave decision in the military, research shows 
that many service members stay in the military due to their taste for national service, 
training, camaraderie, and other non-monetary aspects. These factors should not be 
underestimated. 
Retention decisions are different for officers than they are for enlisted members. 
For enlisted personnel, these decisions are based on specific interests within an 
individual’s military career. Enlisted personnel join the service of choice for a contracted 
period of time, from two years for some Army occupational specialties to as many as six 
years for Navy and Air Force specialties. Once the contracted service requirement is 
fulfilled, the enlisted member makes one of three choices: (1) extend or reenlist for 
another specific period of obligated service, (2) leave the active force and join one of the 
reserve forces, or (3) leave the service altogether. [Ref. 27] 
For officers, the situation is different in some respects. Upon entry into service, 
new ensigns or second lieutenants also agree to remain on active duty for a specific 
period of time. However, once they reach their End of Obligated Service (EOS), officers 
can continue to serve on active duty without incurring another contracted period of 
obligated service. The ability to remain on active duty depends on the type of 
commission. Officers with regular commissions can continue indefinitely as long as they 
are promoted. Officers with reserve commissions must apply to be “augmented” into the 
regular officer corps, or apply for extensions. If an Army captain with a reserve 
commission is extended and is selected for promotion to major, then he or she is 
automatically “augmented” and receives a regular commission as a major. [Ref. 27] 
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This thesis primarily focuses on the retention intentions of junior Army officers 
who are serving within their initial obligated service requirement. These officers are of 
critical importance because they supervise, manage, and train enlisted soldiers on a daily 
basis. The performance of these officers ultimately affects the readiness and capabilities 
of all Army units. 
In order to retain trained and qualified personnel in the service, manpower 
planners design surveys to identify the significant factors that affect the individual’s 
decision to remain on active duty. Using these surveys results, the manpower planners 
project future retention levels and plan for shortfalls in critical occupational specialties.  
 
B. PURPOSE 
The purpose of this thesis is to develop a model that will identify the major 
factors affecting the retention of junior Army officers and will suggest a policy to reduce 
personnel costs and increase effectiveness. Retention, in this study, is defined as the 
individual officer’s intention to remain on active duty after completing his or her initial 
obligation. The term “initial obligation” refers to the contractual period of service that an 
individual officer incurs. The length of this initial obligated service varies between three 
to seven years, depending on one’s occupational specialty and/or on the commissioning 
source. 
This thesis uses responses to the 1999 DoD Survey of Active Duty Personnel [Ref. 
36] to estimate the models. The survey includes data on reenlistment intentions of service 
members. Past research has shown that a member’s intentions are a good predictor of 
reenlistment behavior. Multivariate regression analysis is used to identify the factors that 
significantly affect the intention to reenlist and to assess their relative importance. The 
Statistical Analyze Software (SAS) package is used to analyze the data. 
 Specifically, this research answers these questions: 
1. What factors affect the career intentions of junior Army officers who are within 
their initial period of obligated service? 
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2. What is the relative importance of these factors in explaining the intention to 
remain on active duty? 
3. How do these factors differ among Military Occupational Specialty (MOS) 
groups? 
























II. REVIEW OF LITERATURE    
A. REENLISTMENT INTENTION AND ACTUAL BEHAVIOR 
The desire to predict human behavior accurately has always been an important 
priority in the fields of psychology, economics, and statistical analysis. The capability of 
understanding human behavior is a powerful tool. This tool proves to be very useful to 
large organizations and companies, which rely on feedback from employees in order to 
improve manpower policies. [Ref. 23] Just like these companies, the United States Army 
relies on information obtained from its current enlistees and officer corps to understand 
what factors cause these individuals to remain in or depart from the service. 
Naturally, trying to predict the probability that an individual member will leave 
the service upon completion of his or her existing contract is difficult and such 
predictions are not always accurate. Sampling a representative portion of Army personnel 
through the use of a survey that asks about intentions can simplify and perfect the task. 
Members usually have a definite opinion of the military and know whether they would 
like to reenlist or not reenlist long before their contracts end. 
Various studies have been conducted comparing the intentions of individuals to 
stay with their actual retention behavior. The question arises as to whether “intention” is 
a casual variable that affects all other variables leading to the individual’s decision to 
remain on the job or to quit. As a result, attempting to capture people’s intentions that 
reflect their aggregate feelings about their jobs is difficult. For example, when surveys 
are conducted, the individuals may be answering the “intent to remain on the job” 
question with a recent incident in mind—one that might skew their otherwise neutral 
opinion of their level of satisfaction. Despite the possible existence of this type of bias, 
Rearden revealed in her study that apparently the day-to-day occurrences at work do not 





In this respect, according to Doering and Grissmer, currently the most effective 
approach to studying retention is to survey individuals systematically about their 
reenlistment intentions at various times prior to the actual decision. If the survey that 
measures intentions also contains information about possible reasons for the decision, 
either for or against reenlistment, and if the intentions and behavior can be related with 
some degree of confidence, a policy-relevant analysis can be conducted. [Ref. 6] 
According to Aizen and Fishbein [Ref.1], an individual’s intention is generally 
the immediate and most accurate determinant of behavior, but certain conditions must 
exist: 
a. There must be a correspondence between the measure of intention and 
the measure of behavior as to target (i.e. the job), the action (i.e. reenlist or 
leave), the time (i.e. at the end of current enlistment term), and the context 
(i.e. military). 
b. Intentions change over time. The longer the time interval, the less 
accurate is the prediction of behavior from intention. In other words, the 
closer to the decision point, the more accurate is the intention as a 
predictor of behavior. 
c. Aggregate intentions are much more stable than individual intentions 
over time, because incidents that hit individuals—such as injuries, illness, 
pregnancy, money losses, etc.—are likely to balance out at the aggregate 
level. Predictions of behavior from intentions at the aggregate level are 
therefore often remarkably accurate.    
  
Also, according to another study completed by Mobley, Horner, and 
Hollingsworth [Ref. 16], employees’ intentions to remain on the job or to quit do affect 
their actual behavior. This study shows that job dissatisfaction affects intentions to quit 
and intentions to search for a new job. Both of these intentions then affect the 
individual’s actual behavior. Mobley’s conclusion supports the idea that intention is a 
powerful factor when deciding to stay or to leave an organization. 
Similarly, a study conducted by Szoc and Seboda [Ref. 25] sampled military 
members using a survey similar to The 1999 DoD Survey and the results of the survey 
were paired with subsequent behavior data. Items in the survey were classified as 
follows:  
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·  demographic characteristics, 
· family considerations,  
· housing,  
· transportation,  
· work conditions,  
· financial information,  
· satisfaction with Navy life,  
· factors associated with the retention decision. 
  
In order to ascertain the retention behavior of the individuals in the study, the 
authors used the Enlisted Personnel System Tracking File, which is maintained by Naval 
Military Personnel Command (NMPC). The findings revealed that the intention variable 
is a very powerful one: the model that included intentions enhanced the predictive quality 
of the model. The non- intentions model predicted reenlistment behavior accurately 66 
percent of the time, whereas the intentions model predicted reenlistment behavior 
correctly 73 percent of the time. This study concluded that intentions do accurately 
predict retention behavior. 
Other findings on the intention and behavior issue from the study of Szoc and 
Seboda include: 
· Many more respondents stayed than had intended to do so. 
· Those intending to leave were most likely to change their minds, and those 
who were undecided tended to stay. 
· Most of those who left had intended to do so. For the group that stayed, 
almost half had not indicated this as their original intention. 
· Of those who clearly intended to stay, only one-fourth changed their minds.   
[Ref. 25] 
 
Royle and Robertson show that stated intent to remain on active duty is a superior 
predictor of actual retention when compared to indirect measures of job satisfaction such 
as pay, the work itself, or the organization. Stated intent is superior because it is a 
composite of the specific satisfiers important to each individual. Intent to remain in an 
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organization may be useful as a criterion, substituting for actual retention information 
because of the strong relationship between the two variables. However, because the intent 
to remain and actual retention are not perfectly correlated, results from surveys using 
intent should be validated using actual retention data. Even if satisfaction with the job 
itself and satisfaction with the organization are highly related to intent to remain, other 
factors such as the external job market can have an overriding effect on the subsequent, 
actual decision. [Ref. 24] 
Another analysis that examines the link between intentions and actual behavior is 
a Naval Postgraduate thesis by Anne-Marie Rearden. In her study, she explores whether 
reenlistment intentions can help to predict actual reenlistment behavior. She constructs 
multivariate models consisting of demographic, reenlistment intentions, and job 
satisfaction variables. The results show that reenlistment behavior is influenced by race, 
age, pay grade, marital status, enlistment period, and the level of satisfaction with the 
military in general. The results also shows that the most powerful predictor of 
reenlistment behavior is the reenlistment intention variable. [Ref. 23] 
This thesis uses data from the 1999 DoD Survey of Active Duty Personnel to 
develop an econometric model to predict Army junior officer reenlistment behavior. Due 
to the relatively recent fielding of the survey, this thesis is unable to test the validity of 
intention stated on a survey as a predictor of actual retention behavior. The research cited 
above supports the use of an econometric model based on intentions as an accurate 
predictor of individual retention behavior. However, the results of the econometric model 
should be confirmed when actual turnover behavior information becomes available. Did 
the member reenlist or did he leave the military service? Does his or her actual behavior 
match his or her intentions? The validation of a model designed to predict reenlistment 
intentions can only occur when follow-on data is used to compare the members’ 
intentions with their actual behavior. 
 
B. TURNOVER THEORY 
Turnover can be classified by its controllability, its measurement, and its effect on 
an organization, and may be categorized as either “functional or dysfunctional.” 
Functional turnover, so called because its organizational benefits outweigh its costs, can 
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occur when an unproductive worker resigns or is fired. Beyers, et al., summarize 
functional turnover: “A certain level of turnover promotes innovation, improved 
adaptation to technology, savings in wages and seniority pay, and other benefits to an 
organization.” [Ref. 4] Dysfunctional turnover, which occurs when costs are higher than 
benefits, can occur when excessive recruiting, selection, and training costs result from a 
high degree of turnover. Turnover is also classified as voluntary or involuntary. If an 
individual resigns, it is voluntary. Involuntary turnover occurs when an individual is 
fired. Most organizations, including the military, are interested in the causes of voluntary 
turnover, since it frequently is also dysfunctional. This thesis addresses voluntary 
turnover.  
Experts often assume that voluntary turnover stems from an employee’s 
dissatisfaction with a job. However, Lensing demonstrated this assumption is not 
necessarily true, since people may voluntarily resign when work schedules interfere with 
family commitments or because they desire to return to school. A better job offer might 
also persuade workers to resign, even if they are not dissatisfied with their current jobs. 
[Ref.14] However, most research has shown that a strong relationship between job 
satisfaction and turnover exists. 
Job satisfaction refers to an individual’s general attitude toward his or her job. A 
person with a high level of job satisfaction holds positive attitudes toward the job while a 
person who is dissatisfied with his or her job holds negative attitudes toward the job. A 
study by Porter and Steers uncovered an inverse relationship between job satisfaction and 
turnover. They concluded that expressed “intention to leave” might represent the next 
logical step after experienced dissatisfaction. [Ref. 22] 
Locke (1976) reported consistent and significant, but not especially high 
correlations between job satisfaction and turnover, as did Mobley (1977), who found a 
significant and consistent relationship between job satisfaction and turnover. According 
to Mobley, one of the primary consequences of job dissatisfaction is that it stimulates 
thoughts of quitting, leading the worker to evaluate the expected prospects of a search, 
the intention to search, the search, the evaluation of alternatives, the intention to quit, and 
finally the withdrawal decision and behavior.  Mobley evaluated a simplified heuristics 
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model of the withdrawal decision process and found that intention to quit was the 
immediate precursor of actual withdrawal behavior. [Ref. 15]  
Muchinsky determined that the magnitude of the satisfaction-turnover correlation,  
on average, is approximately -.40, indicating that the more people dislike their jobs, the 
more likely they are to quit. This relationship is influenced by several factors, including 
the availability of other work. [Ref. 21] 
Another important consideration in examining turnover is the extent of loyalty or 
commitment that an employee has to his employer. Organizational commitment is the 
degree of a person’s identification with and involvement in an organization. The 
distinguishing features of commitment are “(1) a strong belief in and acceptance of the 
organization’s goals and values; (2) willingness to exert effort for the organization and 
(3) a desire to maintain membership in the organization.” [Ref 21] 
Mowday and et al. studied commitment extensively by looking at the bonds 
between employees and their organizations. These bonds are established in an exchange 
between the individual and the organization. If an organization provides what an 
individual seeks—that which fulfill needs or desires—then organizational commitment is 
strengthened. Strong bonds are important from the organization’s perspective because 
stronger bonds result in lower employee absenteeism and turnover, which in turn reduce 
costs and raise productivity. [Ref. 19] 
Although job satisfaction and organizational commitment are the most widely 
cited causes of turnover, many others factors have been studied. Researchers frequently 
use models to conceptualize these causes and to provide a framework in which to 
examine the turnover process. 
Mobley’s turnover model is probably the most representative model of the current 
turnover research. Mobley’s work was, in the words of Muchinsky, 
A major step forward in thinking of the process from job satisfaction to 
turnover instead of repeatedly accessing the direct relationship between 
dissatisfaction and turnover. [Ref. 20] 
Mobley proposed the first version of this model in 1977 when he noted: 
11 
The relationship between job satisfaction and turnover is significant and 
consistent, but not particularly strong. A more complete understanding of 
the psychology of the withdrawal decision process requires investigation 
beyond the replication of satisfaction-turnover relationship. [Ref. 15] 
 
His paper generated much research. Since 1977, Mobley and many others have 
tested the variations of the model in an effort to explain turnover. Mobley’s model 
differed from previous work in the proposal of intermediate steps between job 
satisfaction and the decision to quit. His turnover model, tested in 1978 by Mobley and et 
al., is shown in Figure 1.   Specifically, this model suggests that dissatisfaction leads to 
thoughts of quitting. These thoughts lead to “rational evaluation” of the expected utility 
of search and of the cost of quitting. If there is a perceived chance of finding an 
alternative, the next step would be “intent to search.” Intent to search then leads to 
“actual search.” Alternatives are then evaluated and compared to the current job. If the 
comparison favors the alternative, “intent to quit” is stimulated, followed by “quitting.” 
This model was tested with a sample of 203 hospital employees. Self-reported intention 
to quit was an important influence on turnover. 
Mobley found that the single significant regression coefficient with turnover was 
“intention to quit” and that the effect of job dissatisfaction was on “thinking of quitting” 
























Figure 1.   Mobley and et al. Turnover Model, “After [Ref.16]” 
 
Several other conceptual models have been tested. These models are similar to 
Mobley’s in that they evaluate an individual’s present position that creates dissatisfaction 
and leads to a search for another job. This dissatisfaction and job search result in 
intentions to quit. Intentions to quit will ultimately lead to a decision to quit for those 
individuals who also perceive a favorable labor market with alternative jobs providing 
more benefits than their current job. 
 
C. MILITARY TURNOVER RESEARCH 
Research on turnover in the military has been separated from research concerned 
with turnover in the private sector owing to several unique characteristics of the 
withdrawal process in the military. First, every member of the military must make an 
explicit decision to remain or to leave at some point during his or her tenure. Generally, 
civilian employees are not expected to make such a specific decision (especially if they 


















leave the military comes at a single, predictable point in time. In the private sector an 
employee may intend to quit but be uncertain about when. Reenlistment in the military 
also means an obligation to remain for a fixed term. Consequently, the decision to reenlist 
carries greater commitment than does the decision to remain on the job in the private 
sector. [Ref. 13]  
Also, military occupations have many unique features that are not frequently 
experienced in the civilian world. Probably more than most occupations, the military 
employees’ families are affected by the worker’s employment. For example, military 
members are subject to frequent moves, which can be very disruptive to family life. 
Children’s education and social development can be affected, spouses’ employment may 
be disrupted and extended family and friendships are broken. Other aspects of military 
life that may affect employment decisions include the requirement to be away from home 
frequently, living in the field, long working hours and weekend work with no direct effect 
on take-home pay, danger, military discipline and loss of constitutional rights, and the 
requirement to lay down one’s life should the situation demand it. [Ref. 10] All of these 
factors potentially influence the military personnel’s decisions to quit or to stay. For such 
reasons researchers should study military turnover behavior separately from private 
sector turnover behavior. 
In 1985 Hayden conducted a study using the 1978 DoD Survey of Officers and 
Enlisted Personnel [Ref. 33] to determine factors influencing the career decisions of 
Army officers with one through three years of service. The officers were divided into 
three occupational groups: combat arms, combat support, and combat service support. 
Using regression models and discriminant analysis with “expected years of service” as 
the dependent variable, Hayden found that overall satisfaction with military life was the 
most important factor influencing retention. Beyond this, the different occupational 
groups had different specific factors affecting retention, but most were based on 
comparing military to civilian life. [Ref. 9]  
Theilmann (1990) analyzed Marine Corps officer separation behavior for officers 
in their initial period of obligated service. For this study Theilmann used information 
contained in the 1985 DoD Survey of Officer and Enlisted Personnel [Ref. 34] matched 
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with subsequent retention data obtained from the Defense Manpower Data Center 
(DMDC). Regarding the leave or stay decisions, Theilmann analyzed the effect of 
intrinsic and extrinsic job satisfaction factors, satisfaction with benefits, current location, 
and community attitudes. He concluded that 
The factors that most strongly influence male junior officers to remain on 
active duty beyond their initial service obligation are their commissioning 
source, marital/dependent status, military occupational specialty and 
intrinsic and extrinsic job satisfaction factors. [Ref. 27] 
 
Dudley and Hoyle conducted a study to find what types of rewards Army and 
Marine Corps officers valued and how these awards affected retention. In this study, 92 
Army and 119 Marine Corps officers, in the ranks O-1 through O-4, were given a list of 
41 rewards. Using a one-to-five scale, he asked the officers to rank the expected 
probability and importance of receiving such rewards during their careers. He also asked 
them to rank the influence of each award on their decision to stay in or leave the service. 
The results for the Army were similar to those of the Marine Corps. They found that 
while extrinsic factors (financial security, job security, pay, promotion, and fringe 
benefits) were important to the officers, intrinsic factors (trusted by subordinates and 
superiors, interesting job, respected by superiors, responsibility and authority, pride in 
self, supportive atmosphere, accomplishments, etc.) were considered much more 
important. Dudley and Hoyle also found that the factors the officers considered most 
important were also most important in determining career intentions. In addition, the 
expected probability of receiving these rewards was highly correlated with the officers’ 
career intentions. [Ref. 7] 
Vranken and et al. addressed a major Army issue: deployment and its effects on 
the immediate family. Of the spouses surveyed, 80% had children and 50% of the sample 
had been married less than two years. It was noted that the spouses’ attitudes toward the 
Army and the ir husbands’ careers changed once the husbands were deployed.1 Their 
feelings toward the Army shifted from a very positive attitude to a more neutral tone. 
Thirty-one percent of the wives felt that the family separation had affected their 
                                                 
1 Only male Army officers were included. 
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marriages negatively. [Ref. 28] This could possibly result in a trade off between divorce 
and staying.   
Junior officers today place more of a priority on preserving the family unit in their 
decision to stay or to leave the military. To boomer officers, (born between 1943 and 
1960) taking care of families entailed constructing state-of-the art day care facilities for 
kids and building large PXs (post exchanges) for the spouses. To Generation Xers, (born 
between 1960 and 1980) taking care of families entailed giving officers time to nurture 
relationships with children and spouses. [Ref. 31] Armstrong (2000), in studying 
changing demographics and the impact on officer retention, discovered that improving 
family support programs was an important step in modifying career progression plans for 
officers. She recommended that the military should consider adopting family support 
programs that had been implemented by other armed forces, such as the Royal Australian 
Armed Forces, and/or implement a dual-track career progression program that allowed 
officers to choose the options that provide a better balance between career and family 
without sacrificing certain career success. [Ref. 2] 
Johnston conducted another study on turnover of junior Army officers. He used 
the 1985 DoD Survey of Officer and Enlisted Personnel [Ref. 34] and included various 
explanatory variables, such as personal characteristics (age, tenure, education, number of 
dependents), occupational characteristics (pay grade, military occupational specialty, 
time spent overseas), expectations concerning alternative employment (probability of 
better job offers, searched for work in last year), and satisfaction with the service. 
Johnston found that intentions to remain in the service are more strongly related to actual 
turnover behavior of junior Army officers in the short term than in the long term. [Ref. 
10] 
Lakhani conducted a retention cost-benefit analysis of U.S. Army junior officers. 
He hypothesized that a junior Army officer’s decision to stay or to leave the service can 
consist of three major considerations. The first consideration consists of monetary aspects 
such as pay, allowances, and retirement benefits. The second consideration consists of 
non-pecuniary benefits such as career commitment and satisfaction. The last 
consideration is comprised of various attributes that are difficult to measure, such as taste 
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for Army life and the potential effects of satisfaction with family life on job satisfaction. 
Together these three factors form a utility maximization function, which suggests that a 
junior Army officer will stay in the service if the net benefit derived by these attributes 
exceeds the net benefit available from alternative civilian employment. [Ref. 12] 
Zinner (1997) studied the factors affecting the retention of male junior Marine 
Corps officers who were serving within their initial period of obligated service. Zinner 
used a broad social science approach, which combined organizational and individual 
behavioral factors to model the turnover decision. Data for this study were drawn from a 
matched file of responses to the 1992 DoD Survey of Officers and Enlisted Personnel and 
Their Spouses [Ref. 35] with 1996 follow-up retention information from the Defense 
Manpower Data Center’s Master loss file. The factors that significantly influenced the 
sample members’ decisions to remain on active duty included:  
· commissioning source,  
· occupational specialty,  
· deployment to Operation Dessert Shield/Storm,  
· satisfaction with various intrinsic aspects of life in the Marine Corps,  
· concerns with the force draw down,  
· whether or not the officer had searched for civilian employment in the last 
twelve months,  
· whether or not the officer believed that the skills he had acquired in the 
Marine Corps would be transferable to the civilian market,  
· the influence on the career decision of the officer’s spouse.[Ref. 32] 
 
In reviewing these studies, a myriad of factors obviously contribute to the career 
decisions of Army junior officers. In addition to those cited, there are, undoubtedly, many 
other factors that have been overlooked and still others that have not been identified yet. 
However, all relevant factors fall into one of only three broad categories: personal, 
intrinsic, and extrinsic factors. Organizing this thesis on the basis of these categories will 
simplify the approach of determining which factors are most influential and may also 
help to reveal other potentially influential factors that have not yet been specifically 
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considered. Table 1 summarizes the major findings of turnover research presented in this 
chapter. 
Table 1.   A Summary of Major Findings in Turnover Research 
 
REENLISTMENT INTENTION AND ACTUAL BEHAVIOR 
AUTHOR FINDING 
Aizen and Fishbein (1980) Individual intention is generally the immediate and 
most accurate determinant of behavior, assuming there 
is a correspondence between the measure of intention 
and the measure of behavior as to target (i.e. the job), 
the action (i.e. reenlist or leave), the time (i.e. at the 
end of current enlistment term), and the context (i.e. 
military). 
Royle and Robertson (1980) Satisfaction with the specific job and satisfaction with 
the organization are highly related to intent to remain 
on the job, and subsequently related to their actual 
decision. 
Szoc and Seboda (1984) The intention variable enhances the predictive quality 
of the model. 
Doering and Grissmer (1985) If the survey measuring intentions also contains 
information about possible reasons for the decision, a 
policy-relevant analysis can be conducted. 
Rearden (1988) The most powerful predictor of reenlistment behavior 










Table 1.       A Summary of Major Findings in Turnover Research (Continued) 
 TURNOVER THEORY  
AUTHOR FINDING 
Porter and Steers (1973) There is an inverse relationship between job 
satisfaction and turnover. 
Mobley (1977) Dissatisfaction leads to thinking of quitting, intention 
to search, intention to leave, and actual turnover. 
Mowday (1982) Strong linkages with the organization result in lower 
employee absenteeism and turnover, which in turn 
lead to reduced costs and higher productivity. 
Lensing (1984) A voluntary resignation can happen when work 
schedules interfere with family commitments or a 
better job offer is accepted. 
Muchinsky (2000) The satisfaction-turnover correlation is -.40 indicating 
the more a person dislikes his or her job, the more 
likely he or she is to quit. 
MILITARY RESEARCH  
AUTHOR FINDING 
Dudley and Hoyle (1979) Intrinsic factors (trusted by subordinates and 
superiors, interesting job, respected by superiors, 
responsibility and authority, pride in self, supportive 
atmosphere, accomplishments, etc.) were considered 
much more important than extrinsic factors (financial 
security, job security, pay, promotion, and fringe 
benefits). 
Vranken (1984) Spouses’ attitudes toward the Army influence career 
decisions of military members. 
Hayden (1985) Overall satisfaction with military life is the most 
important factor influencing retention. 
Johnston (1988) Intentions to remain in the service are more strongly 
related to actual behavior of junior Army officers in 




Table 1.     A Summary of Major Findings in Turnover Research (Continued) 
MILITARY RESEARCH  
AUTHOR FINDING 
Lempe (1989) The decision to reenlist carries greater commitment 
than does the decision to remain on the job in the 
private sector due to the unique features of military 
occupations such as being away from home 
frequently, living in the field or military discipline. 
Theilmann (1990) Commissioning source, marital/dependent status, 
military occupational specialty, and intrinsic and 
extrinsic job satisfaction factors influence junior 
Marine officer turnover. 
Zinner (1997) Commissioning source, occupational specialty, 
deployment to Operation Desert Shield/Storm, 
concerns with the force draw down, and officer’s 
spouse factors influence significantly member’s 
decision to stay on active duty. 
Armstrong (2000) Improving family support programs is an important 
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III. MODEL DEVELOPMENT 
A. DATA COLLECTION 
The most effective method with which to obtain information on planned retention 
is simply to ask individua ls their intentions. Three general methods exist for querying a 
person: questionnaire, oral, or observational. [Ref. 29] In this research, using 
observational methods is impossible. Oral interviews also present limitations. While it 
would be desirable to interview each junior Army officer, such a method is not practical. 
Cost and time constraints preclude use of this reliable technique. 
However, questionnaires offer many advantages. The most obvious is cost. Moser 
and Kalton indicate the expense of printing questionnaires and distributing them to large 
numbers of people is considerable less than that of interviewing similar numbers of 
people. [Ref. 18] Also, Berdie and Anderson point out that researchers conducting 
personal interviews frequently have trouble contacting people not in their office during 
normal hours. Questionnaires delivered to their homes or offices allow respondents to 
complete the survey at their leisure, thus improving the response rate. [Ref 3] 
 A questionnaire format was used as the most practical means of data collection 
for the series of surveys of military personnel begun in 1978. Goode and Hatt [Ref. 8] 
observed that the use of questionnaires in research is based on one basic, underlying 
assumption: the respondent will give truthful answers. An important additional issue for 
this survey questionnaire is how accurately actual retention is measured by an 
individual’s stated intentions. 
  
B. SURVEY DESCRIPTION 
The data used in this thesis were drawn primarily from the 1999 DoD Survey of 
Active Duty Personnel. [Ref. 36] The Defense Manpower Data Center (DMDC) 
conducted this survey to assess perceptions of military life issues, at the request of the 
Office of the Deputy Assistant Secretary of Defense for Personnel Support, Families, and 
Education. 
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The 1999 DoD Survey of Active Duty Personnel survey contains 112 questions 
(some with multiple items). A copy of the survey is attached in the Appendix. The 
survey’s items can be grouped broadly into several categories: assignment information, 
career information, military life, programs and services, family information, economic 
issues, and background information. These categories are described in Table 2.   
 
Table 2.   Survey Categories  
 
Assignment Information Questions on hours worked, permanent duty station 
(PDS), satisfaction with characteristics of the PDS, 
permanent change of station moves, and time away from 
the PDS for military duties. 
Career Information Questions on career intent, reasons for joining, obligation 
and retention, satisfaction with occupational specialty, 
and satisfaction with aspects of military service. 
Military Life  Questions on importance of military activities, thoughts 
of leaving the military, civilian vs. military opportunities, 
and overall satisfaction. 
Programs and Services  Questions on the availability and use of on-base and off-
base services, facilities, and programs. 
Family Information Questions on marital status, spouse occupation and 
education, dependents, childcare arrangements, and 
military health care. 
Economic Issues Questions on non-military income, total monthly income 
and expenses, savings and debt, service and retirement 
benefits. 
Background Information on gender, race/ethnic status, education, duty 
status, Service, pay grade, and time served. 
 
The population from which the survey members were sampled consisted of active 
duty officers and enlisted personnel from the Army, Navy, Marine Corps, Air Force, and 
Coast Guard who were stationed in the United States or overseas in May 1999. Initially, 
66,040 active duty members were targeted. However, only 33,189 individuals from all 
four military services returned usable surveys. The (weighted) response rate was 51%, 
which is typical for large-scale surveys of DoD military personnel. [Ref. 36] The survey 
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was designed to aid in examining enlistment and retention decisions, career orientation, 
and policies affecting military members and their families.  The sample design was 
stratified by service, gender, pay grade group, location and marital status. When 
considering only Army active duty officers, the sample size (prior to any data cleaning) 
was 5,931, of which 79% were male. Table 3 depicts the survey stratification for all 
officers by service and sex. 
 
Table 3.   Gender and Branch of Service  
 
1999 ACTIVE DUTY OFFICER SAMPLE ALLOCATION 






Male 13,235 4,688 2,518 2,156 3,287 586 
Female 2,758 1,243 431 164 825 95 
Total 15,993 5,931 2,949 2,320 4,112 681 
N= 31986  
 
C. MODEL DATA DESCRIPTION 
Since the focus of the research is junior Army officers with pay grade between O-
1 and O-3, a sub-sample of 1,169 active duty junior Army officers who are within their 
initial period of obligated service was selected from the survey for use in this thesis. 
These company-grade officers (pay grades between O-1 and O-3) represent the majority 
of the officers who would be within their initial period of obligated service. Many 
warrant officers and majors (O-4) and above have already completed their initial 
obligation. Table 4 displays the distribution of company-grade officers. 
 
Table 4.   Company-Grade Officers Pay Grade Distribution 
 
Female Male Pay Grade 
Frequency Percent Frequency Percent 
O-1 60 26.66 246 26.06 
O-2 103 45.78 457 48.41 
O-3 62 27.56 241 25.53 
n= 1169 
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The term “ initial obligation” represents the contractual period of service required 
by a particular commissioning program plus any further obligation incurred due to some 
form of follow-on training (such as flight school). For example, West Point Military 
Academy graduates have a five-year commitment, Army Reserve Officer Training Corps 
graduates have a four-year obligation and Officer Candidate School graduates face a 
three-year obligation.  
Officers with no obligated service were deleted from the sample, due to the fact 
that they are essentially “careerists” who have already made committal stay/leave 
decisions. The factors influencing their retention are likely to be different from the factors 
influencing those within obligated service. 
The sample used in this study was narrowed further by deleting junior female 
active duty officers from the model. Female officers account for 19.25% of the sample of 
junior Army officers within their obligated service. This percentage is similar to the 
proportion of women junior officers in the Army as a whole (16.77% in FY 1999). [Ref. 
37] 
 Extensive preliminary analyses showed the existence of important behavior 
differences between males and females. Women have markedly different reenlistment 
patterns, given the differential occurrence and impact of factors, such as marriage and 
childbearing, spouse conflict, migration and physical ability. Thus, separate models 
should be undertaken to explain female and male retention intentions. This thesis is 
limited to an analysis of male officers’ retention due to the sample size considerations.  
The majority of the sample respondents, 54.41%, are single with no dependents. 
This precluded including family related questions that would have restricted the number 
of cases for analysis to married members and/or those with dependents, which is not the 
purpose of this study. 
Respondents who did not provide valid responses for items essential to the 
analysis were eliminated from the data set. The final sample for analysis contained 680 
male junior Army officers. Table 5 displays the distribution of male junior Army officers 
by pay grade for our final sample for analysis. 
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Table 5.   Male Junior Officers Pay Grade Distribution for Thesis Analysis 
 
Pay Grade Frequency Percent 
O-1 120 17.65 
O-2 378 55.59 
O-3 182 26.76 
n= 680 
Table 6 describes the Military Occupationa l Specialties (MOS) of the sample. 
These are categorized as combat, combat support, and combat service support branch. 
Combat arms comprise the biggest category with 51.18%. 
 
Table 6.   MOS Categories 
 
OFFICER OCCUPATION AREAS PERCENT 
Combat Include Tactical Operation Officers such as 
Infantry, Armor, and Artillery. 
51.18 
Combat Support Include Officers from Intelligence, Engineering 




Include Officers from Supply and Procurement, 




The 1999 DoD Survey of Active Duty Personnel asks, “Suppose that you have to 
decide whether to stay on active duty. Assuming you could stay, how likely is it that you 
would choose to do so?” Available responses are categorized from “very likely” to “very 
unlikely.” The response to this questionnaire item represents the behavior of interest, and 
it is used as the dependent variable for the multivariate retention model estimated in this 







Table 7.   The 1999 DoD Survey of Active Duty Personnel, Frequencies for Responses to the 
question, “How likely is it that you would choose to stay on active duty?” 
 
Responses Frequency Percent 
Very Likely   99 14.56 
Likely 134 19.71 
Neither Likely/Unlikely 132 19.41 
Unlikely 147 21.62 
Very Unlikely 168 24.71 
n= 680 
 
As can be seen in Table 7, 14.56% of the male Army officers responding to the 
survey indicated that they were very likely to stay on active duty at the end of their initial 
obligated service, while 24.71% indicated that their chance of staying on active duty was 
“very unlikely.” The rest of the respondents were approximately evenly distributed 
among the choices ranging from likely to unlikely.  
The majority of respondents categorized their race/ethnic group as White 
(82.95%), while only 4.85%, 3.53%, and 8.97% of the respondents categorized 
themselves as Black, Hispanic, and other race,2 respectively. Black and Hispanic officers 
are under-represented in this sample relative to the active Army officer corps as a whole 
where Blacks and Hispanics accounted for 11.5%, and 4.4% of the total, respectively, in 
1999. [Ref. 37] In this respect, White and other race were over-represented where White 
and other race accounted for 77.68%, and 6.36% of the total, respectively, in 1999.   
(However, there is no clear explanation for this uneven distribution.) Table 8 displays the 






                                                 
2 The “other race” category represents American Indians, Alaskan Natives, and Asian/Pacific 
Islanders. 
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Table 8.   Male Junior Officers Pay Grade Distribution in the Whole Army and in 
Thesis Sample, “After [Ref. 37]” 
 
 
Pay Grade between O-1 and 
O-3 in the Whole Army 
Pay Grade between O-1 and 
O-3 in the Thesis Sample Race/Ethnicity 
Frequency Percent Frequency Percent 
White 30,132 77.68 562 82.65 
Black   4,471 11.52   33   4.85 
Hispanics   1,718   4.42   24   3.53 
Other   2,466   6.36   61   8.97 
Total 38,787      100.00* 680       100.00* 
 
Table 9 displays responses to a question about how much the respondents would 
agree or disagree that they could find a good civilian job easily if they left the military 
now. As Table 9 shows, the majority of male junior officers (56.18%) believe that they 
could find a better job in the private sector if they left the military. 
 
Table 9.   The 1999 DoD Survey of Active Duty Personnel, Frequencies for Responses to the 
question, “How much do you agree/disagree with the statement? It would be easy for me 
to get a good civilian job if I left the military now.”  
 
Responses Frequency Percent 
Strongly Agree 382 56.18 
Agree 199 29.26 
Neither Agree/Disagree   68 10.00 
Disagree   24   3.53 
Strongly Disagree    7   1.03 
n= 680 
The 1999 DoD Survey of Active Duty Personnel asks the respondents to asses 
satisfaction with a series of specific job facets. Table 10 displays mean and standard 
deviation distribution of responses to the question of, “How satisfied are you with each of 
                                                 
* Percent is not 100 due to rounding error 
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the following?” The respondents are mostly satisfied with job security by 3.83 mean 
value.     
 
Table 10.   The 1999 DoD Survey of Active Duty Personnel, Mean and Standard Deviation 
Distribution of Responses to the question, “How satisfied are you with each of the 
following?” 
 
Satisfaction Variables Mean Standard 
Deviation 
Basic Pay 2.95 1.17 
Special and Incentive Pay 2.66 1.20 
Reenlistment Bonus/ Continuation Pay Program 2.11 1.01 
Housing Allowance 2.97 1.19 
Medical Care for You 3.07 1.20 
Dental Care for You 3.28 1.12 
Retirement Pay 2.43 1.12 
Cost of Living Adjustments (COLA) to Retirement Pay 2.59 0.98 
Other Retirement Benefits (Medical Care and Use of Base 
Services) 2.72 1.11 
Pace of Your Promotions 3.48 0.91 
Chances for Future Advancement 3.61 0.88 
Training and Professional Development 3.25 1.07 
Type of Assignment Received 3.33 1.08 
Deployments 2.82 1.03 
Other Military Duties That Take You Away from 
Permanent Duty Station 2.93 0.92 
Availability of Equipment, Parts, and Resources 2.28 1.03 
Level of Manning in Your Unit 2.21 1.02 
Your Unit’s Morale 2.86 1.15 
Your Personal Workload 2.93 1.05 
Amount of Personal/Family Time You Have 2.54 1.14 
Off-Duty Educational Opportunities 2.64 1.08 
Quality of Leadership 3.12 1.10 
Military Values, Lifestyle, and Tradition 3.42 1.03 
Value Coding: 1= Very Dissatisfied; 2= Dissatisfied;  
3=Neither Satisfied/Dissatisfied; 4= Satisfied; 5= Very Satisfied 
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Table 10.    The 1999 DoD Survey of Active Duty Personnel, Mean and Standard 
Deviation Distribution of Responses to the question, “How satisfied are you with each of 
the following?” (Continued) 
 
Satisfaction Variables Mean Standard Deviation 
Amount of Enjoyment from Your Job 3.12 1.15 
Frequency of PCS Moves 3.15 0.88 
Job Security 3.83 0.76 
Value Coding: 1= Very Dissatisfied; 2= Dissatisfied;  
3=Neither Satisfied/Dissatisfied; 4= Satisfied; 5= Very Satisfied 
n= 680 
 
D. HYPOTHESIZED RETENTION MODEL 
A conceptual model of the retention process for this thesis, based on the literature 
review, was formulated and is shown in Figure 2.   Most models of retention intentions 
have included many of the same variables, but they have differed in their categorization 
of those variables and in their posited causal order. The theoretical model used in this 
thesis is a function of four categories of explanatory variables: demographic (such as 
gender and race), tenure (such as pay grade), economic (such as probability of finding a 
good civilian job) and cognitive (such as satisfaction). The model used throughout the 
analysis is presented here in general form.  
























































IV. MODEL ESTIMATION 
A. DEPENDENT VARIABLE AND MODEL SPECIFICATION 
An analysis of junior male Army officers’ retention is based on the ability to 
define the critical factors affecting career decisions. Retention is defined as a male junior 
officer’s decision to stay in the Army. Alternatively, the officer may choose to leave the 
service. Therefore, the retention outcome is modeled with a dichotomous dependent 
variable, which takes the value of “1” if the officer intends to stay and a value of “0” if 
the intention is to leave. 
For the dependent variable of this thesis, stayers were identified as those survey 
respondents who answered the question of “How likely is it that you would choose to 
stay on active duty?” as “very likely or likely.” Leavers are the respondents who replied 
as “unlikely or very unlikely.” Undecided officers who replied as “neither likely nor 
unlikely” were omitted from the sample because their intentions are unclear and they 
could mislead the results and the recommendations for future policies. 
 While there are several estimation techniques that are appropriate for analyzing a 
dichotomous dependent variable, this thesis uses logistic regression due to the fact that 
the cumulative distribution of retention intention is often described well by S-shape 























Figure 3.   Comparison of Binomial Logit Model and Linear Probability Model, 
“From [Ref. 26]” 
 
 
 In nature, not all things are linear. The following explains some problems in 
using the Linear Probability model (LPM):   
1. The error term is not normally distributed.  
2. The error term is inherently heteroskedastic.  
3. R2 (adjusted coefficient of determination) is not an accurate measure of 
overall fit.                
4. Di is not bounded by 0 and 1. [Ref. 26] 
The logit model uses the maximum likelihood estimating technique that is 
especially useful for equations that are nonlinear in the coefficients. The maximum 
likelihood estimation is inherently different from the Ordinary Least Square (OLS) 
technique in that it chooses coefficient estimates that maximize the likelihood of the 
1> Di > 0 
(Holding X2 constant)  
Linear Probability Model (for comparison purposes) 
   Di =1 





sample data set being observed. [Ref. 26] Also, the logit model is consistent, unbiased 
and has minimum variance for large samples. For these reasons, the logit model was 
selected to evaluate the relationships between a set of explanatory variables and a binary 
choice dependent variable for this thesis. 
The cumulative logistic function for the logistic regression model is as follows: 
Pi (staying in the military) = 1/ 1+ e
- (X
0
 + ßX + e
i
)
  [Ref.26] 
Pi is the probability that a junior male Army officer will stay in the military. The 
“e” is the base of the natural algorithm. The X is the vector of Xis, the values of the 
explanatory variables, for individual i; ß is the vector of ßjs, the parameter values of the 
model; and ei is the ith stochastic error term. 
 
B. EXPLANATORY VARIABLE DEFINITIONS AND HYPOTHESIZED 
RELATIONSHIPS  
Independent variables that were expected to affect the retention intention were 
chosen based on the literature review discussed in Chapter II. Individual variable 
definitions and their expected signs are discussed below: 
1. Demographic Characteristics 
a. Race/ Ethnic Group 
 Race/Ethnic group is coded as a set of dummy variables, categorized as 
Black, Hispanic, and Other (American Indian, Alaskan Native, and Asian/Pacific 
Islander). Black, Hispanic, and Other account for 4.85%, 3.53%, and 8.97% of the data 
sample, respectively. Since Black and Hispanic have similar retention behavior and small 
size in this data set, their observations are combined to form a grouped dichotomous 
Race/Ethnicity variable. Membership in these groups was hypothesized to have a positive 
relationship with the retention intention relative to the category of white. This was based 
on the assumption that minorities have traditionally experienced higher civilian 
unemployment rates than whites, and thus have fewer civilian employment alternatives. 
Previous studies have also concluded that minorities are more likely to be retained than 
whites. [Ref. 23] 
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b.  Family Status 
 The family status of army officer is coded as a set of dummy variables: 
“single with no dependent” (SND), “single with dependent” (SWD), “married with no 
dependent” (MND), and “married with dependent” (MWD). However, SWD is omitted 
from the data set because of its small size (1%). It is expected that MND and MWD are 
more likely to stay in the military than SND, the base case, because the opportunity costs 
associated with leaving active duty and finding employment with similar pay and benefits 
would be greater for those officers supporting their dependents. 
2. Tenure Characteristics 
a. Military Rank (Pay Grade)  
The rank of each junior Army officer at the time of the survey is coded as 
a dummy variable for each rank; O1, O2, and O3, with O1 as the base case. O1, O2, and 
O3 comprise 17.65%, 55.59%, and 26.76% of the data sample, respectively. Human 
capital theory suggests that as an individual experiences wage increases (a function of 
rank in the military) he or she is less likely to quit the current job because quitting 
becomes more costly (in terms of lost pay) associated with job changes and longer 
periods over which to recoup those losses. [Ref. 13]  This theory might not fit the military 
for two reasons. Firstly, for senior officers, the more experience you have in the military, 
the more you enhance your civilian marketability. The civilian sector seeks experienced 
military personnel for their managerial job vacancies because of experienced officers’ 
high leadership and management skills. Secondly, O1 officers are within their first two 
years of service and they have not yet experienced military life. Their retention intentions 
are not based upon their military life experience but mostly on their assumptions about 
military life. Thus, it is natural to expect higher retention intentions from an O1 than an 
O2 or an O3. As a result, the sign of military rank is hypothesized as uncertain because of 





b.  Military Occupational Specialty 
The Military Occupational Specialties (MOS) are categorized as 
COMBAT, COMBATSUPPORT, and COMBATSERVICESUPPORT group. COMBAT 
represents tactical operation officers such as infantry, armor and artillery. 
COMBATSUPPORT includes officers from intelligence, engineering and maintenance, 
and health care. And COMBATSERVICESUPPORT contains officers from supply and 
procurement, administration service and scientific research. Since the majority of the 
survey respondents (51.19%) are in the COMBAT group category, it serves as the base 
case. 
It was expected that officers serving in the COMBATSUPPORT and 
COMBATSERVICESUPPORT group would be less likely to remain on active duty than 
the COMBAT group because the skills acquired in these MOS groups are more easily 
transferable to the civilian marketplace. 
c.  Life Expectations (LIFEXP) 
The variable LIFEXP was generated from a survey question that measures 
the degree to which life in the military is what the member expected. Officers were asked 
to respond to the question, “In general, has your life been better or worse than you 
expected when you first entered the military?” response values range from one, indicating 
“much worse” to a value of five, indicating “much better.” It is estimated that the more an 
officer’s expectations about military life are met, the more likely he is to stay in the 
military. 
d.  Matched Military Occupation (MATCHOCC) 
The variable MATCHOCC was generated from the survey question that 
asked officers, “Did you receive the military occupation of your choice?” It is 
hypothesized that if an officer receives his choice of military occupation or a related one, 
he would be more likely to stay in the military based on the assumption that he is 




e.  Remaining Time in Initial Obligated Service (RTIME) 
As discussed in Chapter III, officers have a contractual period of service 
required by a particular commissioning program plus any further obligation incurred due 
to some form of follow-on training (such as flight school). Response values range from 
one, indicating “3 years or more” to a value of six, indicating “less than 3 months.” It is 
estimated that the less time an officer has in initial obligated service, the more he would 
be concerned about his future and the more he would like to stay in the military due  to 
experience in this occupation. The correlation of pay grade (coded 1,2, and 3 for O1, O2, 
and O3, respectively) with RTIME is –0.1761. 
3. Economic Characteristics 
a. Probability of Finding a Good Civilian Job (PROBJOB) 
Studies by economists and psychologists alike have found that the 
perceived chance of finding an alternative job affects quit behavior. [Ref. 13] This 
variable measures the officer’s impression of his likelihood of finding a better job in the 
civilian sector if he leaves the job now. This variable ranges from a one “strongly 
disagree” to five “strongly agree.” As the perceived chance of finding a better civilian job 
rises, retention intention is likely to fall. Therefore, a negative relationship with retention 
intention is hypothesized for this variable. 
b.  Transferability of Military Experience and Training to Civilian 
Job (CIVTRANS) 
The variable CIVTRANS was generated from the survey question about 
the degree to which military experience and training can be directly transferred to a 
civilian job. Response values range from one, “Strongly disagree” to a value of five, 
“Strongly agree.” It is expected that those officers who think that their experience and 
training are transferable would be more likely to plan to leave the military. 
4. Cognitive Characteristics and Factor Analysis 
Due to the large number of candidate cognitive/job satisfaction variables (see 
Table 9), factor analysis was used to reduce the number of variables that are measuring 
similar attributes among related groups of variables.  
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Factor analysis is a technique used to determine whether or not underlying 
patterns of relationships exist among a group of variables, so that the data may be 
reduced to a smaller set of a common factors or components that may be taken as source 
variables accounting for the observed interrelations in the data. [Ref. 27] The number of 
factors actually chosen for each category of questions is based on: 
· those factors with Eigenvalues greater than or equal to one, 
· those factors that seemed to represent logical groups of variables. [Ref. 30] 
 
In an effort to reduce the number of independent variables in the model, the 
nineteen “satisfaction with military life” variables were combined and reduced to four 
principal components. Once the factors were extracted, they were rotated using the 
varimax rotation technique to derive more easily interpretable variables. Table 11 
displays the factors and the related satisfaction variables. 
 
Table 11.   Factor Analysis of Job Satisfaction Variables 
 
Component Factors and Related 
Satisfaction Variables 
Satisfaction with Military Intrinsic Values 
FACTOR LOADINGS 
Unit’s Morale  0.705 0.058 0.152 0.013 
Enjoyment from Job 0.630 0.262 0.159 0.134 
Personal Workload 0.622 0.042 0.287 0.096 
Quality of Leadership 0.488 0.339 0.116 0.116 
Personal/Family Time 0.486 0.015 0.387 0.134 
Military Values 0.435 0.334 0.095 0.125 
Level of Manning in Unit 0.428 -0.037 0.222 0.131 
Type of Assignments 0.405 0.356 0.240 0.122 
Satisfaction with Military Career 
Advancement Opportunities 
 
Chances of Future Advancement 0.091 0.766 0.169 0.068 
Pace of Promotions 0.053 0.625 0.294 0.073 
Training and Professional Development 0.427 0.451 0.115 0.161 
Job Security 0.062 0.400 0.031 0.076 
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Table 11.     Factor Analysis of Job Satisfaction Variables (Continued) 
Component Factors and Related 
Satisfaction Variables FACTOR LOADINGS 
Satisfaction with Military Job Deployment 
and Economic Life 
 
Other Military Duties 0.246 0.114 0.623 0.040 
Deployments 0.248 0.125 0.584 0.050 
Basic Pay 0.085 0.229 0.341 0.122 
Frequency of PCS Moves 0.157 0.212 0.324 0.103 
Retirement Pay  0.144 0.125 0.317 0.241 
Satisfaction with Military Health Services  
Medical Care 0.203 0.139 0.150 0.797 
Dental Care 0.116 0.157 0.124 0.773 
 
a. Satisfaction with Military Intrinsic Values (Factor1) 
The variables that “loaded” most heavily on FACTOR1 were responses to 
those survey questions that measured the officer’s satisfaction with various intrinsic 
values such as unit’s morale, personal workload, enjoyment from job, personal and 
family time, quality of leadership, level of manning in unit, military values, and type of 
assignments. It was hypothesized that an increase in satisfaction with military intrinsic 
values would lead to an increased likelihood of retention. 
b.   Satisfaction with Military Career Advancement Opportunities 
(Factor2) 
Satisfaction variables such as job security, advancement opportunities, 
pace of promotion, and training form FACTOR2. It is estimated that one who is more 
satisfied with career advancement opportunities will more likely stay in the military. 
c.   Satisfaction with Military Job Deployment and Economic Life 
(Factor3) 
The variables that weighed most heavily on this category were satisfaction 
with frequency of PCS moves (Permanent Change of Station), other military duties, 
39 
deployments, basic pay and retirement pay. It is estimated that the more the officer is 
satisfied with this area, the greater the chances he will remain in the military. 
d. Satisfaction with Military Health Services (Factor4) 
Factor4 consisted of satisfaction variables with medical and dental care. 
An officer’s satisfaction with military health services is hypothesized to have a positive 
relationship with retention intention. 
Table 12 provides a summary of the model explanatory variables and their 
hypothesized relationship with retention intention. 
 
Table 12.   Explanatory Variable and Expected Signs 
 
Variable Expected Sign 
Demographic Characteristics  
Race/Ethnic Group (Black/Hispanic, and Other) + (compared to White) 
Family Status (MND, MWD) + (compared to SND) 
Economic Characteristics  
Probability of Finding a Good Civilian Job 
(PROBJOB) 
- 
Transferability of Military Experience and Training to 
Civilian Job (CIVTRANS) 
- 
Tenure Characteristics  
Military Rank (O2, O3) Uncertain (compared to O1) 
Military Occupational Specialty (Combatsupport, 
Combatservicesupport) - (compared to Combat) 
Life Expectations (LIFEXP) + 
Matched Military Occupation (MATCHOCC) + 
Remaining Time in Initia l Obligated Service (RTIME) + 
Cognitive Characteristics  
Satisfaction with Military Intrinsic Values (FACTOR1) + 
Satisfaction with Military Career Advancement 
Opportunities (FACTOR2) + 
Satisfaction with Military Job Deployment and 
Economic Life (FACTOR3) 
+ 
Satisfaction with Military Health Services (FACTOR1) + 
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C. MODEL RESULTS 
1. Discussion of Estimated Coefficients 
a.  Are the Hypotheses Verified? 
The signs of the coefficients of all the explanatory variables, except for 
FACTOR4, are in my hypothesized direction. Since FACTOR4 is not significantly 
different from zero, it does not have impact on explaining the retention intention. Also, it 
can be concluded that the model equation is supported by the sound theory and the 
explanatory variables are chosen correctly. Table 13 displays the parameter estimates and 
associated probability values for the model. 
 
Table 13.   Logistic Regression Results for Junior Male Army Officers 
 
Variable Parameter Estimate Probability Value  
O2 -0.2917 0.3439 
O3** -0.9107 0.0106 
BLACK/ HISP 0.1385 0.7139 
OTHR* 0.6977 0.0582 
MWD** 0.7129 0.0167 
MND 0.1042 0.6757 
RTIME 0.0288 0.8371 
COMBATSUPPORT -0.0618 0.8179 
COMBATSERVICESUPPORT -0.3777 0.2251 
CIVTRANS -0.0898 0.3945 
PROBJOB*** -0.5962 <.0001 
LIFEXP*** 0.3951 0.0016 
MATCHOCC -0.0625 0.8037 
FACTOR1*** 0.9284 <.0001 
FACTOR2*** 0.5038 0.0004 
FACTOR3*** 0.5589 0.0002 
FACTOR4 -0.0897 0.4721 
*** = Significant at one percent;    ** = Significant at five percent;  




b. Interpretation of the Meaning Significance and Magnitude of the 
Estimated Coefficients  
PROBJOB, LIFEXP, FACTOR1, FACTOR2, and FACTOR3 are all 
significant at the one percent significance level, while O3 and MWD are significant at the 
five percent significance level. OTHR is significant at the ten percent significance level. 
The rest of the explanatory variables are not significant at any of the usual level of 
significance. Significance and magnitude of estimated coefficients can be seen in Table 
13. The binomial logit model was used to analyze the retention intention of junior male 
Army officers in pay grades O1 to O3. The behavioral assumption underlying this 
retention theory is that an officer has preferences between two alternatives: stay or leave. 
The logistic regression model relates the participation decision of the ith officer Yi to a 
“k” dimensioned vector of the individual characteristics of the Army officer. The relative 
contributions of the individual determinants of retention may be calculated in this non-
linear multivariate model by calculating the partial effects of each variable. The estimated 
logistic regression coefficients do not provide direct interpretation due to the non-linear 
nature of the coefficients. [Ref. 11] In logit regression, the change in Y from one unit 
change in X1 depends not only on b1 but also the values of X2, X3 and the other 
explanatory variables.  
The partial effects of explanatory variables on the dependent variable is 
calculated by measuring the impact of a one-unit change in each independent variable on 
the retention probability of a referent junior male Army officer. Using the mean value for 
the continuous variables and zero for the dummy variables, the referent or “base case” 
male junior Army officer in this sample is single without dependents, white, combatant in 
pay grade O1 with “7 months to less than 1 year” initial obligated service. He believes 
that he could easily find a good civilian job, and he disagrees that his experience and 
military training are transferable to civilian job. He thinks that life has been about what 
he expected when he first entered the military, and he received the military occupation of 
his choice. Values used for his level of satisfaction with military intrinsic values, military 
career advancement opportunities, military job deployment  and economic life, and 
military health services were all at the mean levels for the sample. Table 14 summarizes 
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the characteristics of the “base case” junior male Army officer. The meanings of 
variables in this table are defined in Section B of this chapter. 
 
Table 14.   Characteristics of the Base Case Individual  
 
Variable Base Case 
Race/Ethnic Group (White, Black/Hispanic, and 
Other) White 
Family Status (SND, MND, and MWD) Single with no dependents 
Military Rank (O1, O2, and O3) O1 
Military Occupational Specialty (Combat, 
Combatsupport, and Combatservicesupport) 
Combat 
Life Expectations (LIFEXP) About as expected 
Matched Military Occupation (MATCHOCC) Yes 
Remaining Time in Initial Obligated Service 
(RTIME) 7 months to less than a year 
Probability of Finding a Good Civilian Job 
(PROBJOB) Agree 
Transferability of Military Experience and 
Training to Civilian Job (CIVTRANS) 
Disagree 
 
c. Interpretation of the Partial Effects 
The calculated partial effects of the logistic regression model are presented 
in Table 15.  
 
Table 15.    Partial Effects of Significant Explanatory Variables 
 
 





*** = Significant at one percent;    ** = Significant at five percent; 
    * = Significant at ten percent. 
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Table 15.     Partial Effects of Significant Explanatory Variables (Continued) 





*** = Significant at one percent;    ** = Significant at five percent; 
    * = Significant at ten percent. 
 
Interpretation of the partial effects is as follows: 
O3 
The military rank variable, O3, is significant at the five percent significance level 
and is negatively signed. An O3 male Army officer has 20.6% less retention intention 
than an O1 male Army officer, ceteris paribus. 
OTHR 
The “other race” variable is significant at the ten percent significance level and it 
is positively signed. An Army officer of American Indian, Alaskan Native, or 
Asian/Pacific Islander origin has a 17% higher retention intention than a white male 
Army officer, ceteris paribus. 
MWD 
 The variable, married with dependents, is significant at the five percent 
significance level and is positively signed. A married junior male Army officer with 
dependents has a 17.4% higher retention intention than a single officer with no 
dependents, ceteris paribus. 
PROBJOB 
The probability of a finding a good civilian job variable is significant at the one 
percent significance level and is negatively signed. A one-unit increase in the probability 
of finding a good civilian job, given the base characteristics, yields a 14.1% decrease in 






Officers’ expectation for life when they first entered the military is significant at 
the one percent significance level and is positively signed. A one-unit increase in the 
expectations of male Army officers for military life results in 9.8% increase in intention 
to continue the military career, ceteris paribus.  
FACTOR1, FACTOR2, FACTOR3 
Three of the factor analysis variables, satisfaction with military intrinsic values, 
military career advancement opportunities, and military deployment and economic life 
are all significant at the one percent significance level and are positively signed. A one 
standard deviation increase from the average component score for these factors results in 




D. GOODNESS OF FIT 
The ultimate goal in any multivariate regression model is to find explanatory 
variables that are theoretically sound and relevant for meaningful policy interpretation.  
In this model, seven of the seventeen variables have a significant impact upon retention. 
First, in order to measure the goodness-of-fit, a Global Null Hypothesis was 
tested. The test (-2 Log L) has a Chi-Square distribution with the null hypothesis that all 
regression coefficients in the model are zero. The junior male Army officer retention 
model produced a -2 Log L Chi-Square score of 182.7976 with 17 degrees of freedom 
and a probability value of <0.0001. Based on this, the null hypothesis that the coefficients 
of all of the explanatory variables in the model are zero was rejected. It is concluded that 
the explanatory variables as a group are statistically significant in explaining the 
dependent variable. 
Another measure for goodness-of- fit of logistic regression models is R2p (the 
percentage of correctly predicted observations in the sample). The model’s R2p (Number 
of observations predicted correctly/ Total Observations) is 72.7 with the probability cut-
point of 0.58. Thus, it can be concluded that 72.7% of the observations in the data set are 
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classified correctly as stayers or leavers when using this model. The generalized 
coefficients of determination for general binomial models, R2 and Max R2 [Ref. 5], are 
0.28 and 0.38, respectively for this model. These are relatively low values for these 
statistics, but typical for models of individual level retention. 
The degree of multicollinearity present is another goodness-of- fit measure applied 
to multivariate regression models. Multicollinearity exists when an explanatory variable 
is linearly related to one or more of the other explanatory variables. [Ref. 26] A 
sufficiently strong linear functional relationship between two or more explanatory 
variables can make the coefficient estimates unstable. In order to detect multicolllinearity 
in this model, simple correlation coefficients between the explanatory variable were 
examined.  Pay grade, length of service, and age variables were found to be highly 
correlated. The year of service (YOS) variable has the correlation coefficient of 0.67 with 
the age variable (RAGE_M). Another measure of the severity of multicollinearity is the 
variance inflation factor (VIF). The variance inflation factor (VIF) is a method of 
detecting the severity of multicollinearity by looking at the extent to which a given 
explanatory variable can be explained by all other explanatory variables in the equation. 
[Ref. 26] The VIF of the age variable (2.070) was found to be greater than the VIF of the 
model (1.407). As a result of these tests, the age and length of service variables were 
omitted from the model and the pay grade variables were retained. 
 Furthermore, in order to reduce the number of collinear variables measuring 
similar satisfaction attributes among related groups of variables, factor analysis was used 
and nineteen “satisfaction with military life” variables were combined and reduced to 
four uncorrelated principal components (See cognitive characteristics and factor analysis 

































V. QUADRANT ANALYSIS 
The purpose of “Quadrant Analysis” is to determine which employee satisfaction 
variables need improvement in order to raise an organization’s overall level of job 
satisfaction. The analysis involves determining the importance of each employee 
satisfaction facet to overall job satisfaction and an organization’s current performance in 
each facet. Two metrics are used for each employee satisfaction facet: 
1. Importance Metric 
A measure of the importance of each employee satisfaction variable (Pay, medical 
care, dental care, retirement, promotion, advancement, training, assignment, deployment, 
other duty, manning, morale, workload, personal time, leadership, military values, 
enjoyment) to overall military job satisfaction. These variable correlations with overall 
military job satisfaction are used to determine the degree to which each variable is related 
to overall job satisfaction. A value of “0” indicates no correlation, and a value of “1” 
indicates perfect correlation. Variables with correlations closer to “1” are considered to 
have higher importance. Table 16 displays the importance metric. 
 2. Performance Metric 
This metric indicates how well the military performs in each facet of satisfaction 
with the military. For each of the 19 satisfaction variables, the percent of respondents 
who indicated satisfaction with that variable is determined. This performance metric is 
constructed by recoding responses as, “very satisfied and satisfied=1” and “dissatisfied 
and very dissatisfied =0.” The closer the percent is to 100, the better the military is 
performing. Table 16 displays the performance metric. 
Before plotting the data in the graph, the plot was partitioned into quadrants. The 
initial placement of the lines to form the quadrants of equal size is somewhat arbitrary 
and should be thought of only as a starting place. The lines can be moved up or down, or 
left or right to include more or fewer items in each quadrant, as specific offices or 
programs see appropriate. For this thesis, the cutting lines for performance and 
importance are 50% and 40%, respectively.  
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Table 16.   Quadrant Analysis Variables  
 
Frequency 
Satisfaction Variable Labels 
Satisfied Dissatisfied 
Performance Importance 
PAY P 241 306 44.06 0.28 
MEDICARE M 251 296 45.89 0.31 
DENTAL CARE D 288 259 52.65 0.23 
RETIREMENT R 102 445 18.65 0.24 
PROMOTION PR 328 219 59.96 0.27 
ADVANCEMENT A 367 180 67.09 0.32 
TRAINING T 288 259 52.65 0.40 
ASSIGNMENT AS 309 238 56.49 0.46 
DEPLOYMENT DE 157 390 28.70 0.37 
OTHER DUTY O 134 413 24.50 0.36 
MANNING MA 83 464 15.17 0.28 
MORALE MO 204 343 37.29 0.39 
WORKLOAD W 205 342 37.48 0.45 
PERSONAL TIME PE 140 407 25.59 0.44 
LEADERSHIP L 246 301 44.97 0.40 
MILITARY VALUES MV 316 231 57.77 0.41 
ENJOYMENT E 260 287 47.53 0.58 
PCS PC 219 328 40.04 0.27 
SECURITY S 408 139 74.59 0.16 
PERFORMANCE: Percentage of satisfied members 
IMPORTANCE    : Correlation with overall satisfaction variable 
n=547 
 










































LABELS:  RETIREMENT=R, MANNING=MA, PROMOTION=PR, PERSONAL TIME=PE, OTHERDUTY=O, DEPLOYMENT=DE, 
TRAINING=T, WORKLOAD=W, ASSIGNMENT=AS, SECURITY=S, ADVANCEMENT=A, MORALE=MO, PCS=PC, PAY= P, 
MEDICARE=M, LEADERSHIP=L, DENTALCARE =D, MILITARY VALUES=MV, ENJOYMENT=E  
 
Figure 4.   Quadrant Analysis for Junior Army Male Officers 
 
 
a.  QUADRANT I:  Critical Improvement Areas (high importance, 
low performance) 
In the workload, personal time, enjoyment satisfaction areas, the military is 
not performing as well as it could be, but these have a considerable impact on overall 
satisfaction with military life. These areas are excellent candidates for immediate 
attention.  
b.  QUADRANT II:  Maintain Current Level Areas (high 
importance, high performance) 
In the assignment, military values, and training satisfaction areas, the 
military is performing well and these are important to overall military job satisfaction. 
The military should continue current practices and allocate resources for these items so 




c.  QUADRANT III:  Lower Return to Improvement (low 
importance, high performance) 
In the dental care, promotion, security, and advancement areas, the 
military is performing well, but, while important to overall military job satisfaction, these 
facets do not have as great an impact as some other variables. Generally, additional 
resources should be devoted to these areas, only if these are low cost improvements. 
d.  QUADRANT IV: Lower Return to Investment (low importance, 
low performance) 
In the manning, other duty, retirement, deployment, morale, leadership, 
medical care, pay, and PCS areas, the military is not performing as well as it could, but 
these are also not considered to have a critical impact on overall job satisfaction. There is 
a lower return on the investment in these variables, but, given resources, improvement 




















VI. CONCLUSIONS AND RECOMMENDATIONS 
A. CONCLUSIONS AND RECOMMENDATIONS 
This thesis investigates the factors that influence the retention intentions of 680 
junior male Army officers who are serving within their initial obligated service. Data for 
this thesis were drawn from responses to the 1999 DoD Survey of Active Duty Personnel 
[Ref. 36] to estimate the models. The survey includes data on the retention intentions of 
service members. Past research has shown that a member’s intention is a good predictor 
of retention behavior. Logistic regression analysis is used to identify demographic, 
tenure, economic and cognitive characteristics that significantly affect the intention to 
stay or to quit the military and to assess their relative importance. The SAS software 
package is used to analyze the data. 
The model developed is successful in identifying several factors influencing the 
retention intentions of junior male Army officers. Eight of the seventeen variables 
included in the model have a significant impact upon retention. The factors found to 
influence officers’ decision to remain on active duty include: among the demographic 
characteristics, family status and race; from the tenure characteristics, military rank (O3) 
and military life expectation; from economic characteristics, probability of finding a 
good civilian job, and from the cognitive characteristics, satisfaction with military 
intrinsic values, military career advancement opportunities, and military deployment and 
economic life. 
These statistically significant explanatory variables can be valuable to Army 
manpower planners. For example, based on an analysis of model partial effects, a married 
male junior Army officer who has dependents is 17.4% more likely to stay in the military 
than is a single officer with no dependents, perhaps due to the greater opportunity costs 
associated with leaving the military and finding employment with similar pay and 
benefits for those officers supporting their dependents. Thus, it is recommended that the 
Army continue its emphasis on family-oriented programs. Improvements in areas such as 
care for dependents and family services not only impact the morale and readiness of its 
personnel but also influence retention. 
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An Army officer of American Indian, Alaskan Native, or Asian/Pacific Islander 
origin has a 17% higher retention intention than a white male Army officer. This result 
suggests that, using retention as the only measure of effectiveness, more advertising 
dollars might be spent to recruit members of this group. 
An O3 male Army officer is 20.6% less likely to remain in the military at the end 
of his obligated service than is current O1 officer. Experience in military makes these 
officers attractive to civilian sector and increases their marketability. However, O3s are 
also more valuable to Army than O1s because of their high supervising, management and 
training abilities over enlisted soldiers. These results dictate that the Army should put 
emphasis on career orientations of O3s rather than O1s who just signed their contracts 
and supposedly are content with military life. 
Officers’ expectations for life when they first entered the military are also shown 
to be a significant influence on intentions. This result indicates that recruiters and 
advertisers should display military life as it is, rather than making exaggerations and 
misleading young individuals with illusions. If the expectations of an individual are not 
met after entering the service, he is more likely to quit at the end of contracted service, 
incurring high training costs to the military. Demonstrating military life accurately to 
young potential military joiners may decrease the number of accessions, but the Army 
could retain more officers whose expectations are met. (9.8% in this study) 
The perception of external employment opportunities is also important and 
significant in the retention decision process for junior male Army officers. Officers who 
strongly agree that they can find a good civilian job are 14.1% less likely to remain on 
active duty. Although the Army has little or no control ove r the chance of finding a good 
civilian job alternative, policy maker should remain aware of how this factor affects 
retention, and how it can vary over time. However, using career counselors effectively for 
those people nearing their initial obligated service may have a positive effect on 
retention. The counselor could inform the officers about what they can realistically 
expect to earn in civilian jobs and then emphasize the advantages the Army can offer 
over civilian opportunities. 
Satisfaction with military intrinsic values, military career advancement 
opportunities, and military job deployment and economic life yield 22.2%, 12.5%, and 
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13.8% increase in retention likelihood of junior male Army officers, respectively.  
Although these component factors give an idea about how these satisfaction variables 
affect the retention intentions of male Army officers. Separating the effects of individual 
facets of satisfaction is difficult. A quadrant analysis of the satisfaction variables 
indicates target areas for improvement in order to raise the military’s overall level of job 
satisfaction. It is concluded that the areas of strength for the Army are assignment, 
military values, and training. In these satisfaction areas, the military is performing well 
and these are important to overall military job satisfaction. The workload, personal time, 
enjoyment satisfaction areas are problematic areas of the Army and need immediate 
attention. Improvements in the manning, other duty, retirement, deployment, morale, 
leadership, medical care, pay, and  PCS areas are not considered to have a substantial 
impact on overall job satisfaction due to the lower return on investment in these 
variables.   
Finally, the Army should not expect additional resources devoted to the dental 
care, promotion, security, and advancement areas to have as great an impact as they 
would if expended on other areas.  
  
B. FUTURE RESEARCH  
The inadequate number of women and minorities in this thesis made it difficult to 
analyze the factors that may have affected the retention intentions of these important 
groups. Future surveys should attempt to assure sufficient sample size of these groups to 
conduct appropriate retention analysis. 
This thesis used data from the 1999 DoD Survey of Active Duty Personnel to 
develop an econometric model to predict junior male Army officer retention intention. 
Due to the relatively recent fielding of the survey, this thesis was unable to test the 
validity of intention as a predictor of actual retention behavior. However, the results of 
the econometric model should be confirmed when actual turnover behavior information 
becomes available. Did the member stay or did he leave the military service? Does his 
actual behavior match his intentions? The validation of a model designed to predict 
retention intentions can only occur when follow-on data are used to compare the 
members’ intentions with their actual behavior. 
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This thesis also focused on the distinction among combat, combat support, and 
combat service support groups. These are very broad groupings. Future research should 
examine the differences in retention intentions by military occupational specialties 
(MOS). 
Since O3s’ retention intentions differ from O1s’, future research should analyze 
O3s separately and identify the factors influencing the retention intentions of these 
officers who are of critical importance to the Army. 
Army officer retention intentions are very sensitive to intrinsic, career 
advancement, and job deployment aspects. The more dissatisfied a junior male Army 
officer is with these aspects, the less likely he will be to stay in the Army. Further 
research should be done to define how effort should be expended in order to maintain 
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